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ABSTRACT
This study undertakes an integrated review of previous literature and 
theories regarding the Big Five personality traits and job involvement 
in an attempt to identify their relationship. Using questionnaire data 
gathered from 272 Taiwanese plastics industry employees, the study 
tests five hypotheses using structural equations. Empirical findings 
show that neuroticism relates negatively to employee job involvement, 
whereas extroversion, openness, agreeableness, and conscientiousness 
relate positively to it. These results may serve as a reference point 
for management and operations, particularly in plastics industry 
organizations.
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INTRODUCTION
Human behavior plays a significant role in maximizing organizational effectiveness, 
regardless of technological development.  In particular, any effort to maximize 
organizational effectiveness requires a higher degree of job involvement (JI) among 
members of an organization (Elankumaran, 2004).  That is, JI is an important 
motivational variable for any organization.  In the modern economic era in particular, 
JI also contributes to the overall availability of human resources (Gore, 2001).  For 
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highly involved employees, their jobs seem inexorably connected to their diverse 
identities, interests, and life goals, as well as the satisfaction that they can derive 
from performing their job duties effectively.

More involved persons also feel more competent and successful at work, 
believe that their personal and organizational goals are compatible, and tend to 
attribute positive work outcomes to their internal and personally controllable factors.  
However, because some people exhibit less variability in their efforts than others, it 
may be of interest for organizations to identify which employees, whether managers 
or supervisees, are more prone to variability in their responses.

Furthermore, organizations need to know how to achieve the highest degrees 
of JI or improve these levels.  Although all organizations likely aspire to encourage 
a high degree of JI, this effort is extremely difficult, largely because of the inherent 
differences in the degrees of JI among employees.  These differences may be due to 
variations in personality, a key individual difference variable.  Thus, even though 
enriching individual dimensions might help solve behavioral problems and thereby 
contribute to organizational effectiveness (Elankumaran, 2004), human psychology 
studies continue to ignore this critical dimension.

The human personality dimension also might provide a means to determine 
why an employee appears more or less involved in work.  With such information, 
managers could identify the kinds of personalities that best fit with specific job 
characteristics and avoid choosing inappropriate staff, as well as coordinate 
coordinating diverse employee activities to maximize productivity, efficiency, 
and effectiveness.  A realistic view of JI thus suggests that it is a function of 
personality; this study in turn investigates the potential relationship between 
employee personalities and JI.

LITERATURE REVIEW AND HYPOTHESES
Personality Traits
Personal characteristics mainly describe and predict human behavior, not 
behavioral changes or development.  Personal characteristics also indicate different 
characteristics that can contribute to inferences about behavioral results.  The 
systemic classification of personal characteristics suggested by McDougall (1932) 
asserts that personality consists of five factors: intellect, character, temperament, 
disposition, and temper.  Cattell (1943) proposed a more complicated classification 
with 16 main factors and 8 secondary factors.  In their analysis of Cattell’s 
approach, Tupes and Christal (1961) find that five factors (extroversion, neuroticism 
[emotional stability], agreeableness, conscientiousness, and culture) explain the 
classification, and their proposed factors match McDougall’s views.  More recently, 
Barrick and Mount’s (1991) meta-analysis confirms the five factors that most 
researchers continue to use today: neuroticism (emotional stability), extroversion, 
openness, agreeableness, and conscientiousness.
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These five factors have come to be known as the Big Five (Goldberg, 1990); 
they represent the most significant personal viewpoints across measurements, 
cultures, and evaluations (McCrae & John, 1992).  The Big Five appear also in 
various psychological fields, especially those pertaining to work performance 
(Barrick & Mount, 1991).  McCrae and Costa (1991) suggest further applications 
to consultations, education, forensic science, and health psychology.

This study investigates the relationship between each personality dimension 
and JI progressively, because the Big Five provide the best representation of a 
person’s personality.  In addition, because this classification is conscientious and 
includes extensive items, as proven by powerful real-world examples (Goldberg, 
1993; O’Connor, 2002), the Big Five personality dimensions serve as the analysis 
variables for this research.

Job Involvement
Lodahl and Kejner (1965) define JI as the degree of daily absorption a worker 
experiences in his or her work activity; it reflects whether the person considers 
consciousness and work affirmation main foci.  In addition, JI represents the extent 
to which a person’s self-esteem depends on his or her work efficiency.  These two 
dimensions – psychological identification with work and the importance of work 
productivity or efficiency to individual self-esteem – constitute the main theoretical 
conceptualization used in previous research.

Rabinowitz and Hall (1977) also argue that JI is an individual difference 
variable, whether primarily an attribute of the person or a response to the work 
environment.  If JI is a stable attribute of a person, it is somewhat akin to a 
personality characteristic, such that JI represents the employee’s response to the 
psychological stimulation that characterizes the job.  However, if JI reflects the 
working environment and particular work characteristics, it requires consideration 
from the perspective of work organization and work design.  Which variables have 
greater explanatory power when it comes to JI?

Rabinowitz, Hall and Goodale (1977) posit that personal and environmental 
variables are equally important, though Newton and Keenan (1983) indicate that 
environmental variables can better predict JI, whereas another study considers 
personal attributes more relevant (McKelvey & Sekaran, 1977).  Thus, it appears 
that both personal attributes and work environment factors can explain JI.  Overall, 
existing research assumes that higher JI is an inherently desirable attribute of 
employees (Mudrack, 2004).  In this sense, when examining and explaining the 
relationships between JI and other key variables, the psychological identification 
dimension may hold the most interest.  In line with previous definitions of JI – as the 
degree to which people identify psychologically with their jobs or the psychological 
importance of the work to the person – this study operationally defines JI as the 
importance of work efficiency to an employee.
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Personality Traits and Job Involvement
Neurotic (Emotionally Stable) Personality
Meta-analyses suggest that emotional stability prompts greater job proficiency 
across occupations (Clarke and Robertson, 2005), whereas neuroticism should be 
associated with lower job efficiency.  A neurotic personality experiences anxiety, 
depression, anger, insecurity, and worry (Barrick and Mount, 1991), which tend 
to create negative opinions.  A neurotic employee probably does not have positive 
attitudes toward work and may lack of confidence and optimism, which should result 
in less ambition and less focus on career goals.  Therefore, a negative relationship 
likely exists between neuroticism and goal direction (Malouff et al., 1990), such 
that low goal trends should be due to low work efficiency. 

Neurotic employees also are less likely to devote themselves to work and more 
likely to be distracted easily, which increases their behavioral risks and suggests 
a positive relationship between insufficient work efficiency and neuroticism.  In 
addition, when a person possesses high neuroticism, he or she likely considers 
feedback a type of threat that produces anxiety and overly intense stimuli (Smither, 
London and Richmond, 2005).

Smithikrai (2007) indicates that neuroticism has a significant negative 
correlation with job success; in the future, neurotic employees may be even less 
productive at work as globalization and technological advances induce changes in 
organizational life.  Niehoff (2006) notes also that neuroticism appears consistently 
negatively correlated with leadership emergence and effectiveness.  Thus, the 
neuroticism dimension should be able to predict task-based criteria, such as quantity 
and quality of work.  According to deductive reasoning then, neuroticism should 
correlate negatively with JI.

Hypothesis 1:	 Employees characterized by high neuroticism experience low job 
involvement.

Extroverted Personality
Extraversion is a prominent factor in personality psychology, as evidenced by 
its appearance in most personality measures and its important role in the major 
taxonomies of personality (Judge et al., 1999).  An extroverted personality tends 
to be sociable, assertive, gregarious, talkative, and ambitious (Cooper, 2003), so 
such people often use their working environment to represent a key facet of their 
lives that enables them to meet their aspirations and exhibit their talents (Hurley, 
1998). 

Highly extroverted employees likely use their stable, cool-headed, optimistic, 
and aggressive manner to react to customers’ requests, which results in work 
completion and customer satisfaction.  Varca (2004) predicts that when a person is 
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highly extroverted, he or she usually provides services ahead of time.  Smithikrai 
(2007) finds a positive relationship between extraversion and job success, especially 
in jobs that require interpersonal contacts.  Another explanation for the relationship 
between extraversion and JI posits that extroverted employees make better use of 
their competencies than do employees with low extraversion, which enables them 
to increase their self-efficacy, which in turn leads to better work efficacy (Berg 
and Feij, 2003).  Considering these results and recent analyses of work efficacy 
for project work, an extroverted disposition appears recommended as critical for 
advancing JI. 

Hypothesis 2:	 Employees characterized by high extroversion exhibit high job 
involvement.

Openness Personality
Openness, one of the least studied of the Big Five personality dimensions in terms 
of job behavior, includes the ability to be imaginative, unconventional, curious, 
broadminded, and cultured (Clarke and Robertson, 2005).  High openness may 
prompt job efficiency, because work enables these employees to satisfy their 
curiosity, explore new viewpoints, and develop real interests in their activities.  
Therefore, they likely distinguish important work activities and combine their 
observations with appropriate behavior to develop a work method that maximizes 
productivity, efficiency, and effectiveness.  Moreover, as work fields expand and 
technological changes proliferate, there is likely to be greater demand for productive 
workers who are aware of new developments and engage in continuing education 
and professional growth, which may increase the importance of openness for 
ensuring positive work efficiency (Lounsbury et al., 2007). 

Openness to experience also suggests an attraction to new ideas, concepts, 
actions, or feelings (Niehoff, 2006).  Persons with higher levels of openness likely 
achieve greater efficiency at work, because they pursue opportunities to learn new 
perspectives and deal with ambiguous situations.  Furthermore, an employee with 
an open personality should tend to be task-based, constantly searching for new 
methods to complete his or her work (Stewart and Nandkeolyar, 2006), which 
again should strengthen working efficiency.

Hypothesis 3:	 Employees characterized by high openness exhibit high job 
involvement.

Agreeable Personality
The agreeableness personality dimension suggests a courteous, flexible, trusting, 
good-natured, cooperative, forgiving, soft-hearted, tolerant person (Cooper, 2003).  
Agreeable employees consider personal interactions carefully, such that they 
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offer more constructive responses to customers and to their work.  In addition, 
agreeableness can push staff members to work together, which should result in 
effective working behaviors (Barrick and Mount, 1991).  In turn, a highly agreeable 
employee likely develops positive perceptions of work efficiency.

Because they tend to regard work and career achievement as in keeping with 
their desire to improve their personal value and earn respect, agreeable employees 
should be more involved in their jobs.  When interacting and cooperating with 
others, agreeable employees also achieve better effects (Barrick and Mount, 1991), 
which likely increases work efficiency.

Finally, agreeable employees are cooperative and forgiving, tend to follow 
rules, and act courteously to get ahead.  High agreeableness therefore has critical 
implications for understanding service-based productive behavior and efficiency.  
In this sense, agreeableness provides a valid predictor of criteria that pertain to 
customer (Mount and Ilies, 2006), because agreeable persons are more concerned 
with others’ welfare (Ashton and Lee, 2001).  The importance of customer service as 
a valued attribute of workers appears likely to increase in the future, considering the 
multiple internal customers that modern employees must serve, such as marketing 
and sales departments, as well as the push toward an ever-increasing integration of 
work with other organizational functions (Lounsbury et al., 2007).  Consequently, 
agreeableness should be positively related to JI.

Hypothesis 4:	 Employees characterized by high agreeableness exhibit high job 
involvement.

Conscientious Personality
Competence, order, dutifulness, achievement striving, self-discipline, and 
deliberation constitute the conscientiousness personality dimension.  Although 
conscientiousness is task-based, it emphasizes goal achievement.  The employee 
recognizes the importance of reaching a goal and expends energetic, long-
suffering, and untiring efforts (Burch and Anderson, 2004) to obtain satisfaction 
from performing the duty effectively.  Low conscientiousness instead suggests the 
employee tries to meet only immediate demands, does not care about prospective 
results, lacks a sense of goals, mistakenly observes rules (Arthur and Doverspike, 
2001) or standards, and performs tasks poorly (Wallace and Vodanovich, 2003).  
A conscientious employee likely attains greater job efficiency, which should 
improve JI.

Smithikrai (2007) posits a positive relationship between conscientiousness and 
job success, because conscientious persons tend to work toward their goals in an 
industrious manner.  These employees are more likely to believe that their work has 
special meaning, and thus, they experience greater psychological attachment to their 
jobs (Li, Lin & Chen, 2007).  They also regulate their work behavior more effectively 
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(Wallace & Chen, 2006).  Judge and Ilies (2002) reveal that conscientiousness is 
instrumental to people’s work success, as well as their motivation to get along and 
their desire to be productive.  Those high in conscientiousness exhibit the capacity 
to function or develop in generally productive ways and can accomplish more 
work more quickly.  Thus, a conscientious orientation should correlate positively 
with JI.

Hypothesis 5:	 Employees characterized by high conscientiousness exhibit high 
job involvement.

METHOD
Sample and Procedures
The research population consists of small- and medium-sized enterprises (SMEs) in 
the plastics industry in Taiwan.  Such firms have made remarkable contributions to 
Taiwan’s development, such that in 2008, annual sales volume of SMEs constitutes 
28.34% of the national industrial production volume, as well as 17.2% of national 
export trade.  With regard to national industry and commerce levels, SMEs total 
approximately 98%, and they employ 77.12% of the total employed population of 
Taiwan (Small and Medium Enterprise Administration, 2008). 

This significance means that the efficiency of employees of SMEs  is closely 
interwoven with the overall society and development of Taiwan.  Furthermore, 
studying the personality traits – job involvement relationship in a single industry 
across different institutional environments provides some control over extraneous 
variables.  This research approach therefore tests the extent to which the findings 
reflect employee choice, which can help identify current conditions and predict 
future human resource planning for domestic SMEs.  To explore empirically how 
Taiwan’s executives perceive the relationship between personality traits and JI and 
its effect on their operations, this study conducts a survey among members of the 
Plastic Industrial Association.  The mail survey addresses a total of 625 companies 
that represent a wide variety of plastic industries.

The research investigators received training, including explanations of 
the questionnaire and the investigation methods, to ensure the validity of the 
questionnaire retrieval.  The initial mailing of 625 questionnaires produced 286 
responses, though elimination of incomplete or invalid responses left an effective 
sample of 272, for a 43.5% response rate.  The respondent demographics indicate 
that 42% of the respondents are women and 58% are men, mostly aged between 35 
and 44 years.  The most common level of education they achieved was junior high 
school or lower (47.8%), and most of these respondents are front-line employees.  
Table 1 further specifies the distribution of participants’ characteristics.
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Table 1  Participant characteristics

Number (%)

Gender
Male 158 58.0
Female 114 42.0

Age
Under 24 8 2.9
25-29 15 5.5
30-34 34 12.5
35-39 80 29.4
40-44 92 33.8
45-49 32 11.8
50-54 7 2.6
Over 55 4 1.5

Education level
Junior high school or below 130 47.8
Specialized school 59 21.7
College 74 27.2
Graduate school or beyond 9 3.3

Position
Operator 41 15.1
Officer/ Assistant 76 27.9
Engineer 55 20.2
Ganger 67 24.6
Other 33 12.2

Position tenure
Under 5 years 9 3.3
6-15years 162 59.6
16-25 years 90 33.1
Over 26 years 11 4.0

Measures
The measure of JI is a modified version of Lodahl and Kejner’s (1965) JI scale.  The 
operational measures describe JI as “internalization of values about the goodness 
of work” and “the degree to which a person’s work is worthwhile.” The five items 
suggested by Lodahl and Kejner also measure a sense of duty toward work and 
an expectation of work efficiency.  The NEO Personality Inventory (Costa & 
McCrae, 1992) serves to assess the Big Five personality traits.  Each scale item 
relies on a five-point scale Likert scale (1 = strongly disagree, 5 = strongly agree).  
A confirmatory factor analysis (CFA) determines correlations among the personality 
traits, and popular maximum likelihood estimation techniques test the model.
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Reliability and Validity
To assess the validity and unidimensionality of the scale, this study employs 
CFA (Joreskog & Sorbom, 1993), whereas the assessment of convergent validity 
relies on t-tests for the factor loadings (Hatcher, 1994).  The CFA results confirm 
convergent validity (all t-values exceed 1.65 at p = .05) and show that each factor is 
a unidimensional construct.  The Cronbach’s alphas for neuroticism, extroversion, 
openness, agreeableness, conscientiousness, and JI are .85, .81, .90, .84, .72, and 
.89, respectively, which indicate high reliability.  Thus, the model appears to achieve 
adequate reliability and convergent validity.

ANALYSIS AND RESULTS
Descriptive Statistics
Correlation analysis investigates the relationships among the variables 
simultaneously and produces a correlation matrix that clarifies the relationship 
patterns for the personality traits and job involvement (Table 2).

Table 2  Correlation matrix

Variables 1 2 3 4 5 6

Neuroticism 1.000
Extroversion -0.510 1.000
Openness -0.023 0.428 1.000
Agreeableness -0.479 0.454 0.001 1.000
Conscientiousness -0.039 0.448 0.151 0.081 1.000
Job Involvement -0.632 0.529 0.016 0.085 0.386 1.000

Notes: Bold cells indicate p < .05.

Model Analysis
The results of the hypotheses testing in Table 3 confirm the proposed relationships.  
All hypotheses are significant, and all model fitness indexes pass their respective 
evaluation criteria.  Specifically, the Big Five personality traits have significant 
effects on job involvement: Neuroticism has a significant negative effect on job 
involvement (γ^sub 11^ = -.80, p < .01), in support of H1.  Extroversion is positively 
associated with JI, in support of H2 (γ^sub 12^ = .78, p < .05).  Openness also 
is significantly associated with an increase in job involvement (γ^sub 13^ = .85,  
p < .01), in support of H3.  The respondents tend to associate greater agreeableness 
with a higher level of JI (γ^sub 14^ = .62, p < .01), in support of H4.  Finally, 
conscientiousness relates positively to a high level of JI (γ^sub 15^ = .91,  
p < .05), in support of H5.  In summary, the Big Five personality dimensions indicate 
significant positive influences on JI, with the exception of neuroticism, which has 
significant negative effect.
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Table 3  Structural equation modeling estimation results

Path Estimate t Value Hypothesis 
Results

H1: Neuroticism => Negative job involvement -0.80 -7.69** Support
H2: Extroversion => Positive job involvement 0.78 2.12* Support
H3: Openness => Positive job involvement  0.85 6.27* Support
H4: Agreeableness => Positive job involvement  0.62 4.8** Support
H5: Conscientiousness => Positive job involvement  0.91 1.73* Support

* p < 0.05.  **p < 0.01.

As the path diagram in Figure 1 shows, five indicator variables each are 
available for the neuroticism (X1, X2, X3, X4, and X5) and conscientiousness 
(X18, X19, X20, X21, and X22) constructs.  Four indicator variables each provide 
the principal descriptors of the extroversion (X6, X7, X8, and X9), openness (X10, 
X11, X12, and X13), and agreeableness (X14, X15, X16, and X17) dimensions.  For 
one of the endogenous constructs, job involvement, five indicator variables (Y1, Y2, 
Y3, Y4, and Y5) are available, constructed by summing the five JI measures.  The 
results show that all standardized loadings are greater than .60; that is, all loadings 
are moderately large.  The measurement model provides a good fit to the data:  
(c2 (362) = 1816.19, goodness-of-fit index [GFI] = .93, confirmatory fit index  
[CFI] = .98, root mean squared error of approximation [RMSEA] = .07 ).

Figure 1  SEM results
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Overall, the model fit measures exhibit the excellent conformance of the data 
to the model.  The c2 for the goodness of fit is 1816.19, based on 362 degrees of 
freedom.  The RMSEA of .07 is below the .08 cut-off value suggested by Browne 
and Cudeck (1993).  In addition, the GFI falls above the commonly recommended 
.90 limit (Lichtenstein and Ridgway, 1993), as does the CFI value, providing further 
evidence of good fit.

DISCUSSION AND CONCLUSION
This article proposes several specific relationships between the Big Five personality 
dimensions and JI, adapted from reviews of relevant psychology research, in 
application to a real sample.  It also investigates the reciprocal effect of the Big Five 
and JI.  The results indicate that personality dimensions help determine employees’ 
JI, so when an organization recruits new staff or attempts to encourage existing 
staff members to work together, managers should recognize the relevant personality 
dimensions and use the likely predicted level of efficiency and restrictions to assess 
and develop effective encouragements.

By investigating the influence of the Big Five personality dimensions on JI, 
this study confirms that neuroticism relates negatively to JI, such that a neurotic 
employee is less efficient in his or her work.  However, extroversion, openness, 
agreeableness, and conscientiousness all relate positively to JI.

The significant relations between the two sets of variables also suggest 
some positive benefits of an employee’s JI in the workplace (Costa and McCrae, 
1992; Hurley, Knudstrup and Segrest, 2003; Organ and Lingl, 1995).  According 
to the data presented herein, a employee with higher extroversion, openness, 
agreeableness, and conscientiousness tends to exhibit high levels of sociability, 
dutifulness, cooperation, broadmindedness, performance, and career goals, which 
lead to positive relationships with JI.  Therefore, when a manager assesses the 
degree of staff JI, he or she should address not only environmental impact factors 
but also employee personalities to ensure the effective and efficient achievement 
of work goals.

The study results also can contribute to understand work behaviors by 
employees in Taiwan.  Because employees with greater work involvement tend to 
expend more mental and physical effort during their working hours, and the core 
of their lives mostly focuses on their jobs, their turnover tendency should be lower.  
Employees with high neuroticism instead engage in inattentive behaviors, such as  
careless errors, failing to follow working norms, or producing ignorant mistakes.  
Employees with high extraversion get along well with colleagues and customers, 
and they likely will inquire about anything that they do not understand immediately 
and actively.  Therefore, the work performance of this kind of employees should 
be better, which in turn increases their work satisfaction.  Employees with high 
openness are task-oriented; because they look for new methods to complete their 
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tasks and strengthen their job performance, these employees could reach task 
enlightenment.  Employees with high agreeableness are affable and easy to get 
along with, want to please others and engage in interpersonal interaction, and can 
easily undertake joint productions and cooperative behavior.  Finally, because 
conscientious employees need to reach their set goals, they often spend significant 
time devoted to their job and training, which ensures their high professionalism.  
They likely can assimilate well with their colleagues and produce standardized 
behavior.

This study in turn offers several practical implications.  For example, 
organizations should establish a mechanism to identify the various aspects of 
personality.  Because JI depends significantly on employees’ behaviors and 
responses, organizations can predict JI on the basis of other employee behaviors 
and responses.  An employee who exhibits high JI achieves satisfaction through 
work efficiency, because he or she has positive feelings toward the work, is willing 
to commit to the organization, and expects to stay with the organization.  Such an 
employee also is optimistic about the organization’s future.  By exploring the nature 
of the relationships between JI and the Big Five personality dimensions, this study 
helps link two bodies of research whose connections heretofore have remained 
unexplored.  In turn, it provides greater insights into the phenomena considered in 
both job involvement and personality literature.

LIMITATIONS AND FURTHER RESEARCH
This study relies on a single industry and self-reported measurements, so the results 
should be interpreted with caution, especially with respect to causality.  This study 
also does not entail specific work context, which could be a focus of further research.  
Because the investigated relationship between JI and internal motives suggests that 
highly involved employees transform internally and come to identify with their 
work, it may be that such employees become totally blended in with their activity 
and exhibit great enthusiasm.  Therefore, the relationship between JI and internal 
motives might be even more clearly distinguished in additional research.

In addition to the Big Five personality dimensions and JI, other variables 
potentially moderate the relationship, including sex, age, experience, internalization 
of values, culture, and power sources.  Other situational variables, such as the 
complexity of the work and organizational climate, also might interfere with the 
reciprocal effect.  This study has proposed five relationships based on theoretical 
logic; however, when applying them to an actual enterprise, managers should 
consider which kind of reciprocal effect is most accurate, how to improve it, and 
any potential restrictions.  The results of this study also can help managers design 
surveys that distinguish staff characteristics and address JI and work satisfaction 
to improve these process and induce internal motivation.
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